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Abstract   
This paper tends to theoretically examine the effects of training transfer dimensions on 
employees performance in Nigerian public Universities. Employees plays an active role 
towards the success of any organizations which makes them often be regarded as the 
major assets of any organization. In modern organizations, human resources largely 
determine the quality of success or failure achieved. As a result, equipping the employee 
through effective training has becomes imperative in order to maximize their job 
performance which in turn boost organizational performance. Well-trained and highly 
developed employees are imperative for long-lasting success to be achieved in Nigerian 
public universities. Training transfer enables employees to apply the skills they learned 
from training on the job. It is a critical process, which aims at improving the performance 
of workers in an organization. In order to form competent employees, relevant expertise 
and intellectual capacity needs to be improved. Transfer of training refers to applying the 
knowledge or abilities acquired in order to solve a problem. This paper focus on assessing 
the effect of four training dimensions that falls under employee characteristics: self-
efficacy, learning motivation, motivation to transfer and personality. Public universities 
in Nigeria control more than 90% of Nigerian total university enrollment in the country. 
Thus, their performance through the effectives of their employees will be of great 
important to Nigerian progress and development.    
 




Employees are major assets of any organization. The role that employees play towards 
organizational success cannot be overemphasized. Thus, equipping these unique 
organizational assets through effective training is very cardinal in order to enhance their 
job performance (Govindappa & Manjula, 2017). Several human resource theories are in 
supports of the essentiality of training which is considered as one of the criteria for 
achieving organizational goals by attracting and maintaining competent and committed 
employees (Chandra, 2020).  The current expansion of the global economy has led to fast-
changing evolution in technology and innovation that mandates tertiary institutions 
especially universities to emphasize on employee learning and development (Dally, 
Rohayati & Sinaga, 2020; Sujchaphong, et al. 2020).  Training is of growing importance 
to Nigerian public universities seeking to gain competitive advantage especially in this 
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current era of continue surging rise of private universities in the country.  One school of 
thought suggest that employees training leads to  increase in turnover; while the other 
school argued  that training  can lead to higher levels of employee retention (Bibi, Ahmad 
& Majid, 2018). Regardless of which view one goes for, majority of scholars are on the 
agreement that employee training is an important human resource practice that can 
significantly impact on public universities success (O'Dowd, 2018). In the service sector 
like the universities, increase in performance might be interpreted to mean high and better 
graduates who are spiritually, physically, morally and mentally fit into the society and the 
labour market (Ozurumba & Amasuomo, 2015).  Employees development leads to growth 
in staffs career and improved university performance. During the time of training, 
employees are privileged to be trained and retrained for better performance. 
Several universities fail because their employees are not well trained on skills that 
truly matter in this age of information and other global and local competitive challenges. 
The benefits of employees skills training according to Menguin (2007) and Ödalen, et al. 
(2019) are: i. to provide an avenue for showcasing technical skills; ii. help in the fast lane; 
iii. assist in bringing out the leadership qualities; and iv.  plays an important role toward 
personal growth. Massenberg, Schulte and Kauffeld (2017) posited that through proper 
training transfer, Nigerian public universities can achieve the desired return on 
considerable investment on employees.  A systematic and effective training program is 
driven by numerous factors, including training commitment of employees which reflects 
the commitment of universities in preparing training; comprehensive needs assessment in 
resolving organizational problems; employing appropriate training contents and delivery 
approaches; and evaluation of training handed out at the end of training programs, which 
influence the transfer of skills from training environment to work environment (Cheng , 
2017). The significance of transfer of training to tertiary institutions has been recognized 
by academics and practitioners alike. Training transfer continues to be one of the most 
researched topics in the field of training and development. More specifically, dimensions 
of training transfer have been the subject of various research studies, since they are 
important from the point of view of manpower development in tertiary institutions 
especially universities in order for them to attain sustaining organizational 
competitiveness (Potnuru & Sahoo, 2016). 
Employees Performance in Nigerian Public Universities 
 
Employees’ job performance is one of the most important work outcomes in both public 
and private organizations.  It’s also, an important and essential element that determines 
organizational success or failure (Ojokuku, 2013).  Performance was defined by Campbell 
(1990) as ‘behaviour that consist of employee direct observable actions as well as mental 
actions or products such as answers or decisions, which result in organizational outcomes 
in the form of attainment of set goals’.  More so, Sturo, (2007) viewed performance as 
extend of task accomplishments attained by individual employee. More so, Pattanayak 
(2005), posited that employee performance connotes his resultant behaviour on 
assignments which could be observed and evaluated. Thus, this suggest the contribution 
attained by employee in the accomplishment of his organizational objectives. Essentially, 
the job performance of both academic and administrative staff in the Nigerian public 
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university system is central issue that attracted government attention and scholarships. 
That culminated to the establishment of the National Productivity Centre (NPC), an 
agency under the Federal Ministry of Labour and Productivity (Agba & Ocheni, 2017). 
The NPC is mandated to stimulate performance consciousness among Nigerian workers 
as well developing and supplying needful and right technical solutions to performance 
problems across the Nigerian economy (Akinyele, 2007).  On the other hand, the National 
University Commission (NUC) was established by the Nigerian central government in 
order to ensure quality and performance improvement in the Nigerian university system.  
Performance of employees in public universities is a strong factor that determine 
the attainment of teaching, research and community services goals, which are the main 
goals of Nigerian public universities.  Unfortunately, it has been observed that employees 
performance in the Nigerian public universities is not encouraging despite several 
institutional capacity building efforts. Agba and Ocheni, (2017) further posited that 
stakeholders in the education industry lamented that the job performance of academic 
staff in particular in some of the universities failed below the required standard. Most of 
these institutions suffer from lack of adequate funding. Insufficient funding couple with 
other problems pose threats to quality of employees work performance (Nguru & Ibrahim, 
2018). In fact, the myriad of challenges bedeviling the institutions culminate and 
adversely hampers the performance of the universities staff. It is generally believed by 
human resource gurus that training have positive impacts on employees job performance 
(Adagala & Michael, 2017; Palladan & AbdulKadir, 2016). All public universities in 
Nigeria send their employees for training from time to time in order to ensure performance 
improvement.  But as been suggested by numerous empirical and anecdotal evidences, 
training alone will not be a panacea for employees’ performance problem. What matter 
most, though is the ability of the employees to transfer what they learnt during the training 
into their job (Pangaribuan, et al. 2020). This is called training transfer. Training transfer 
is an important ingredient that boost employee’s performance and subsequently transform 
into organizational performance.   For employees, training enhance job knowledge while 
also helps in identifying with the goals of the organization. Thus, training transfer has 
essential role to play and it is expected to inculcate positive changes in knowledge, skills 
and university employee attitudes. Training improve skills that equip an employee to do 
his present job diligently (Jayum, Aule & Teslim, 2018). Universities should provide 
opportunities for continuous development of employees not only through training but 
through ensuring they apply what they acquire during the training into their job.   
 
TRAINING TRANSFER DIMENSIONS 
 
Training transfer connotes the use of trained knowledge and skill back on the job (Burke 
& Hutchins, 2007). For transfer to occur “learned behavior must be generalized to the job 
context and maintained over a period of time on the job” (Baldwin & Ford, 1988, p. 63). 
This paper proposed the adoption of four training transfer dimensions by the Nigerian 
public universities in order to poster their employees performance, which in turn will 
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enhance their performance. These dimensions are: cognitive ability, self-efficacy, 
motivation to transfer and personality. 
Cognitive Ability  
Literatures has long supported for the influence of general cognitive ability in learning 
and training venue. Clark and Voogel (1985) opined that “one of the most common and 
supportable findings in educational research is that far transfer is achieved by students 
with higher general ability scores” (p. 120). Based on this, Ree and Earles (1991) 
conducted a study investigated which aspect of intelligence best predicts training success; 
they found that general intelligence was the best.  More so, general cognitive ability as 
mediated by knowledge structures was observed to  improved retention of a complex 
skills as discovered by Day, Arthur and  Gettman, (2001) through a lab test of a 3-day 
video game training programme.  
Self-Efficacy  
Self-efficacy refers to employees self-judgments about their competency to perform a 
task (MacAfee & Comeau, 2020).  Self-efficacy, have equally received strong credence 
in the extant literature for influencing training transfer. Bandura (1982) defined self-
efficacy as ‘judgments individuals make about their competency to perform a defined 
task’; he went further by highlighting  four sources of self-efficacy development that 
include modeling, enactive mastery,  verbal persuasion, and arousal. Numerous studies 
have suggest positive correlation between pre-training self-efficacy and ultimate training 
mastery (Holladay & Quinones, 2003; Farra, Smith & Bashaw, 2016; Nerish, 2016). 
Again, self-efficacy has been found to positively relate to transfer outcomes like transfer 
generalization and transfer maintenance across (Chiaburu & Marinova, 2005). Hsu, 
Chang and Hsieh (2015) observed that some interventions designed to enhance learner’s 
self-efficacy have led to increases in employees training performance, because, self-
efficacy is a pliable learner characteristic.   
 
Motivation 
 Training motivation connotes the intensity and persistence of efforts that employees 
apply in acquiring oriented improvement activities, before, during, and after the training 
(Tannenbaum & Yukl, 1992). VariouNumerous construct related to motivation where 
studied in employees training research, comprising of motivation to learn and pre-training 
motivation. Some researches lend support to the influence of pre-training motivation and 
‘desire as measured before the training intervention—on actual transfer outcomes’ 
(Chiaburu & Marinova, 2005). For instance, in a study conducted by Rawski and Conroy, 
(2020) discovered that motivation to learn was a central determinant linking pre-training 
characteristics and training results. Further, motivation to learn was equally reported by 
Lindsey, King, Hebl and Levine (2015) of having substantial impact on effectiveness of 
training.  Motivation to transfer is the employee’s efforts to use knowledge and skills 
acquired during training to his work situation. The extrinsic and intrinsic factors as 
components of motivation have also been connected to training transfer. Both extrinsic 
and extrinsic factors were found to influence employees training transfer (Taylor, Russ-
Eft, & Chan, 2005). In furtherance to that, preliminary findings suggest that intrinsic 
factors play a higher role. For instance, as discovered by Curado, Henriques and Ribeiro, 
 
The International Seminar on Regional Politics, Administration and Development 2020 
(INSORPAD2020), STISIPOL Raja Haji, Riau, INDONESIA, 14-15 October 2020 
 
51  
(2015) employees who perceived intrinsic reasons to attend training show greater level of 
motivation to attend and learn; while extrinsic benefits and rewards were not considerably 
related to pre-training motivation.  
Personality  
Extant literature asserts that personality influence employees training transfer 
performance. Start with, Colquitt et al. (2000) in their meta-analysis, discovered that 
anxiety have negative correlations with every training outcome surveyed in their study, 
including transfer. Saddawi-Konefka,  (2016) observed that the individual dispositional 
tendencies of negative emotions is a significant predictor of post training transfer 
implementation intentions.  More so, Khalaila, (2015) established a linkage between 
anxiety and reduction of training motivation which subsequently affect transfer. Naquin 
and Holton (2002) also argued that trainees endowed with high positive affectivity enjoy 
more level of motivations that boost their work performance through training. Thus, with 
this, we can discern that trainees that possess high level of positive affect may be able to 
focus on training tasks. Closely related to this,  Olivera and Strauss (2004) discovered 
that participating in a puzzle based in group enhance higher level of employee’s transfer 
of learning due to cognitive sharing processes involve; while working alone did not.   
CONCLUSION 
This conceptual paper sought to recognize the need for training and development of the 
human resource in the public universities. This idea is congruent with the calls for 
sustainable economic development of the country. The Nigerian public universities have 
been bedeviled by myriad of performance challenges. These problems are posing threats 
to the successful operation of these noble institutions. Hence as posits Lawanson and 
Adeoye (2013, pg.188) “There is a need to restore professionalism in the Nigerian public 
universities in order to ensure that their services delivered to the citizens are up to the 
standard”. The need for the Nigerian public universities to enhance their performance 
through effective and enhance employee training transfer cannot be underestimated. Even 
though most of the employees in these universities are trained before they were hired, it 
is equally essential to ‘ensure that they are taken through periodic sessions of training and 
development in order to improve their skills’. The loss of value in public education after 
the proliferation of private schools is alarming is very glaring in Nigerian basic education 
setting. And considering the level of present proliferation of private universities across 
the country, measures need to be taken order to avoid the reoccurrence of happened to the 
basic education school (primary and secondary schools). One of then effective ways to 
avoid that is to ensure proper and effective training transfer. This will ensure enhance 
performance of the employee that will in turn lead to improved university performance.  
Thus, this study emphasize the use adoption of four training transfer dimensions: 
cognitive ability, self-efficacy, motivation to transfer and personality as key determinant 
of training transfer by the employees of the Nigeria public universities.    
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